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Abstract
 The objective of this study is to empirically examine the relevance of expatriates? 
individual and non-work related differences in predicting their job performance. Examples 
of the individual factors include previous overseas assignments, language proficiency and 
pre-departure willingness to work in the country of assignment. Examples of non-work 
related factors include family situation ?i.e., relocating to overseas with family members 
vs. relocating to overseas alone?. Building on the contingency approach to selection of 
expatriates developed by Tung ??????, the analysis expands to investigate the moderating 
role of expatriate?s managerial rank and type of assignment.
 A questionnaire survey was conducted and data from ??? Japanese expatriate 
managers working at ?? Japanese subsidiaries in China were analyzed through hierarchical 
regression analysis. The results indicate that previous overseas assignments and pre-departure 
willingness to work in the country of assignment were predictive to Japanese expatriates? job 
performance in China. In contrast, local language proficiency, English language proficiency, 
and family situation were found not to relate to expatriates? job performance. The results 
do not provide support for Tung ?????? model by indicating that the relationship between 
antecedent variables and expatriate success is not moderated neither by managerial rank of 
expatriate nor by the type of assignment. 
 In order for Japanese multinational corporations ?MNCs? to be more confident 
when selecting expatriates by making their decisions based on empirical findings using 
Japanese data rather than generalizing the results of research conducted in other countries, 
implications regarding the selection criteria and tools to be used by MNCs are also 
discussed. 
Key words: Japanese expatriate managers, selection criteria, job performance, China
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１．Introduction
 As globalization progresses, the need to deploy people in different 
locations all over the world is increasing. According to Mercer?s ????/???? 
Benefits Survey for Expatriates and Globally Mobile Employees, the number 
of employees on international assignments almost doubled from the period 
between ????-????. Moreover, according to PricewaterhousCoopers?s ???? 
Report for Talent Mobility ????, the number of the international assignments 
will increase by ??% by ????. The same source reported that the average 
number of the host locations per organization is also increasing and is estimated 
to grow by ??% by ????. According to the Japanese Ministry of Foreign 
Affairs? MOFA? Annual Report of Statistics on Japanese Nationals Overseas, 
the number of Japanese nationals working for Japanese companies overseas has 
increased by ??% from FY ???? to FY????. For FY ????, ???,??? nationals 
were reported to be working overseas. More than half ???%? of these people 
were working in Asia. These statistics are not only a clear indication of the 
continuing trends toward globalization, but they clearly point to the increasing 
need of organizations for people able to move and perform well anywhere in 
the world. 
 The transfer of personnel from the parent firm country to foreign 
subsidiaries, hereafter referred to as expatriates, is necessary for a number 
of reasons such as technology transfer, coordination among multinational 
corporations? MNCs? units and control of local subsidiaries by the parent 
firm, and personal development ?Edstrom and Galbraith, ????; Harzing, 
?????. This process, as much as it is important for the success of MNCs?
overseas operations, involves a large number of difficulties. Besides carrying 
out a specific task assigned by the company, the employees falling under this 
category have to live far away from home, adapt to an unfamiliar environment, 
interact with people from different cultural backgrounds, and quickly respond 
to the frequent changes of the market conditions. Managers who lack the 
competencies to live, work, and perform well outside their own countries, or 
companies that are unable to develop such capable managers are at risk of being 
unsuccessful in today?s global arena ?Black, Gregersen, Mendenhall, and Stroh, 
?????. Therefore, the global dimension of management makes it imperative 
for both researchers and practitioners to understand what determines expatriate 
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success and what human resource management ?HRM? practices may help 
expatriates succeed. 
 The existing literature on expatriates has delivered a long list of 
expatriate success predictors ?Bhaskar-Shrinivas, Shaffer, and Luk, ????; 
Mol, Willemsen, and Van derMolen, ?????. However, the nationalities of the 
samples employed in previous studies are mainly from the U.S. or North and 
Western Europe, limiting the generalizability of the findings to other global 
regions such as East Asia ?Collings, Scullion, and Dowling, ????; Mol et al., 
????; Nicholson and Imaizumi, ?????. Additionally, while criteria related 
to adjustment and premature return, as the outcome measures of expatriate 
success, have been studied extensively in the past, studies on expatriate?s job 
performance have been limited ?Caligiuri, Tarique, and Jacobs, ????; Mol 
et al., ????; Shay and Baack, ?????. At the end, it is not uncommon for 
both companies and researchers to treat expatriates as a homogenous group 
?Bonache, Brewster, and Suutari, ????; Cligiuri and Lazarova, ????; Evans, 
Pucik, and Barsoux, ?????. The relative importance of the expatriate success 
predictors for different job requirements, organizational, and non-work related 
factors has not been fully explored ?Shaffer, Harrison, and Gilley, ?????. 
 Considering the scarcity of existing research, the objective of this paper 
is twofold: ??? to provide empirical evidence for the relevance of individual 
and non-work related differences in predicting expatriates? job performance in 
a less-researched context, namely, Japanese expatriate managers in Japanese 
subsidiaries in China. Examples of the individual factors include previous 
overseas assignments, language proficiency and pre-departure willingness to 
work in the country of assignment. Examples of non-work related factors 
include family situation; ??? to investigate the relative importance of the 
above-mentioned antecedents of assignment success for different expatriate?s 
managerial rank and type of assignment. 
 The paper begins with an overview of the outcome measures and 
antecedents of expatriate success, and selection criteria used by MNCs. Next, 
using the survey data from ??? Japanese expatriate managers in China, the 
proposed hypotheses are tested by using hierarchical regression analysis. 
Findings and implications are then discussed.
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２．Previous Research
２．１　Expatriate Success 
 Within the increasing number of studies on expatriate management, 
researchers have adopted different criteria to measure the success of expatriate 
assignments such as psychological withdraw, adjustment, premature return, job 
satisfaction, turnover, job performance, etc. ?e.g., Caligiuri, ????; McEvoy 
and Parker, ????; Shaffer and Harrison, ????; Shay and Baack, ?????. Out 
of such different outcome measures the most common ones are: expatriate 
adjustment, completion of the assignment, and job performance ?Caligiuri, 
?????. 
２．１．１　Expatriate adjustment 
 Previous research on expatriates, stemming from the work of Black, 
Mendenhall, and Oddou ??????, mostly relies on adjustment as the outcome 
measure of expatriate success ?c.f., Bhaskar-Shrinivas et al., ?????. Black and 
Gregersen ?????? defined expatriate adjustment as having three dimensions: 
work adjustment ?job requirements?, interaction adjustment ?interaction with 
host country nationals?, and general adjustment ?psychological comfort with 
living conditions abroad?. While adjustment may affect job performance, it 
does not guarantee that an assignment will be successful. The limited amount 
of empirical research that focuses on the relationship between adjustment 
and job performance suggests that while work-adjustment has a positive 
relationship with self-reported work performance, general adjustment either 
relates negatively, or does not relate with task and contextual performance at 
all ?Kraimer, Wayne, and Jaworski, ????; McEvoy and Parker, ?????. These 
evidences indicate that better adjustment may not necessarily lead to better 
performance. Therefore, expatriate adjustment is not a sufficient predictor of 
expatriate success. 
２．１．２　Completion of the assignment 
 Because of the high failure rate of expatriate managers and the costs 
it generates, as reported by the research published in the ????s ?Hiltrop 
and Janssens, ?????, another widely used criterion to measure the success 
of expatriate assignment is the completion of assignment ?e.g., Tung, 
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????, ????; Tungli and Peiperl, ?????. The use of this criterion has been 
deemed inadequate as an outcome measure ?Harzing, ????? on the grounds 
that, even if an expatriate has completed the term of his/her assignment, it 
does not necessarily mean that he/she performed successfully. Due to self-
esteem or damaged career, an expatriate may choose to stay and complete the 
assignment. In addition, even when an expatriate prematurely returns home, 
the reasons might be organizational factors ?e.g., the expatriate?s skills are 
needed in another location, hence he will be transferred in another country? 
or personal factors ?e.g., health problems of the family members?, which have 
no relationship with expatriate job performance Caligiuri ???????s research. 
Therefore, the relevance of this measurement is questionable. 
２．１．３　Job performance 
 It is due to the above perceived anomalies that an increasing number 
of researchers have pointed out the need for systematic empirical research 
that uses expatriate?s job performance as the outcome measure of expatriate 
success ?Holopainen and Bjorkman, ????; Mol et al., ????; Shaffer, Harrison, 
Gregersen, and Ferzandi, ????; Shay and Baack, ?????. The body of research 
with reference to expatriate job performance has been subject to theoretical 
developments. Caligiuri ?????? proposed a taxonomy for expatriate success 
that calls attention to the necessity of measuring both technical and contextual 
performance. Technical performance dimensions include those aspects of work 
performance which correspond to the task or duties expatriate performs ?e.g., 
managing sales, training local staff, etc.?. Contextual performance dimensions 
include those aspects of work performance which are not directly related to the 
technical tasks or duties of the job ?e.g., being a good team player, complying 
with company policies, etc.?. 
 An expatriate is sent overseas to fulfill a specific role. Therefore, from 
a firm?s perspective it is exactly the work performance which is of particular 
interest. In-keeping with Caligiuri ???????s research, the author believes that 
assignment success is better captured by measuring job performance rather 
than by measuring adjustment or premature return. Therefore, whilst the 
expatriate adjustment is of interest and so worthy of discussion, the present 
study has chosen to focus on measurement and analysis of the overall expatriate 
job performance, including both technical and contextual performance. In this 
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study, expatriate success is defined as the accomplishment of the job or the 
organization role for which the expatriate was sent overseas. 
２．２　Antecedents of Expatriate Success 
 Research on expatriates has produced a long list of antecedents of 
expatriate success. Mendenhall and Oddou ?????? proposed four dimensions 
related to successful expatriate acculturation: self-oriented dimension ?i.e., 
reinforcement substitution, stress reduction, technical skills?, other-oriented 
dimension ?i.e., relationship development, willingness to communicate?, 
perceptual dimension, and cultural-toughness dimension. Hiltrop and 
Janssens ?????? have classified success factors into three categories: personal 
characteristics of the expatriate, characteristics of the expatriate?s family, and 
subsidiary-parent company relations. Using adjustment as the outcome measure 
of interest, Black et al., ?????? have identified four categories: job factors ?i.e., 
role clarity, role discretion, role conflict, role novelty?, organization factors ?i.e., 
organizational culture novelty, social support, logistical help?, non-work factors 
?i.e., culture novelty, spouse adjustment?, and individual factors ?self-efficacy, 
relation skills, perception skills, previous assignments, host country language 
fluency?. Shaffer et al. ?????? have subsequently extended this model by 
adding the category of positional factors ?i.e., hierarchical level, functional 
area, assignment vector?. Meanwhile, McEvoy and Parker ?????? have 
defined three categories: individual factors ?e.g., prior international experience, 
motivation to go abroad, pre-departure knowledge of the host country?, 
organizational factors ?e.g., compensation and benefits, repatriation/career 
practices, length of assignment?, and environmental factors ?i.e., urban/rural 
location, family/spouse adaption, culture novelty?. 
 After the review of the existing frameworks, four categories of factors 
that influence expatriate success could be identified: ??? individual factors 
which include technical, relational and cross-cultural skills, previous expatriate 
assignments, language proficiency, motivation to work abroad, etc.; ??? job 
requirements such as role clarity, type of assignment, positional factors, etc.; 
??? organizational factors which include organizational support, compensation, 
repatriation policies, career planning, organization size, etc.; ??? non-
work related factors which include culture novelty, location ?rural/urban?, 
characteristics of expatriate family, and spouse adjustment. 
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２．２．１　Limitations of previous research 
 Although organizing the long list of antecedents into a group of factors 
is very useful for selection, the reviewed studies revealed various limitations. 
First, as may be evident from the instances above, one deficiency is that there 
is a significant overlap among the antecedents of expatriate success identified 
by different researchers, making the list of antecedents inconsistent. Following 
Jordan and Cartwright ??????, one reason for this overlap could be that there 
are only small differences in the meaning of the terminology used by different 
frameworks. Another reason for the lack of consistency in the long list of 
antecedents of expatriate success could be the lack of consensus on the outcome 
measure, which is the view put forward by Shaffer et al., ??????. As previously 
discussed, up to date research has adopted different criteria to measure 
expatriate success ?e.g., expatriate adjustment, completion of the assignment, 
and job performance?. Second, the roles and the contexts in which overseas 
assignments take place are different. Therefore, the individual-level predictors 
of assignment success may not be the same for all assignments ?Caligiuri et al., 
????; Tung, ?????. Yet, there is not sufficient empirical research that examines 
the moderators of the relationship between individual-level antecedents and 
expatriate success ?Mol et al., ?????. The relative importance of expatriate 
success predictors for different job requirements ?e.g., type of assignment, 
hierarchical level?, organizational factors ?e.g., compensation, length of 
assignment?, and non-work related factors ?e.g., family situation, rural/urban 
location? is not fully explored. Third, as previously mentioned, very few studies 
employ samples from Japanese nationalities in their empirical research ?e.g., 
Black, ????; Nicholson and Imaizumi, ????; Takeuchi, Yun, and Russell, 
?????. Management practices are subject to the influence of national culture 
?Hofstede, ????; Laurent ?????. Research concerning the HRM seems to 
have found more evidence for divergence than convergence ?Huo, Huang, and 
Napier, ?????. Therefore, it cannot be expected that the same practices will 
be equally applied in different countries. The same holds true for the expatriate 
management practices ?Peterson et al., ????, ????; Tung, ????, ????; Tungli 
and Peiperl, ?????. Therefore, the over representation of samples from the 
U.S. and Western European countries raises the question of validity and 
generalizability of the presently available findings to other global regions. 
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２．３　Selection Criteria for Expatriates 
 A large number of individual antecedents of expatriates success described 
in the previous section are in part within the control of the company through 
its selection process. Therefore, the criteria a MNC uses for selecting its 
expatriates influences assignees? performance to a large extent ?Black et al., 
????; Briscoe and Schuler, ????; Pucik and Saba, ?????. These criteria 
include many components such as work-related skills, willingness to work 
abroad, language competencies, human relation skills, cross-cultural sensitivity, 
prior performance appraisal, prior international experiences, family situation, 
gender, career development, etc. ?c.f., Briscoe and Schuler, ?????. However, 
despite the large list of characteristics of successful expatriates, previous research 
has identified technical skills as the most commonly used criterion for the 
selection of expatriates ?Peterson et al., ????, ????; Suutari and Brewster, 
????; Tung, ????, Tungli and Peiperl, ?????. While technical skills are very 
important for accomplishing a specific task on the job, in a multi-cultural 
context, they are not enough. Caligiuri et al. ?????? argued that selection of 
candidates to send overseas is a ?multi-stage process? concerned with both 
content and context of the assignment, with the latter having priority over the 
former. In other words, while technical competency may serve as the starting 
base for selecting expatriates, MNCs must go beyond task performance and 
put more emphasize on the fit of the candidate with the cultural context of the 
assignment. 
 The first objective of the present study sought to examine the relevance 
of expatriates? individual and non-work related differences in predicting 
assignment success measured by individual job performance. 
２．４　Contingency Approach to Selection of Expatriates 
 The contingency approach to the selection and training of expatriates 
developed by Tung ?????? suggests that the relative importance of the 
selection criteria that predict expatriate success is not the same in all situations. 
Based on a study of expatriate management practices of American MNCs she 
found evidence that the task to be performed ?i.e., the extent of interaction 
with the host nationals? and the environment ?i.e., the differences and 
similarities between the host country and home country? moderate the 
relationship of selection and training practices with assignment success. 
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Despite the increasing agreement that the relative importance of antecedents of 
expatriate success is contingent to both content and context of the assignment, 
with a few exceptions ?e.g. Arthur and Bennett, ????; Shaffer et al., ?????, 
there is not enough empirical evidence focusing on this argument. 
 The second objective of the present study sought to test and expand the 
contingency approach to selection of expatriates developed by Tung ??????. 
The moderating role of expatriate?s managerial rank and type of assignment 
were investigated. 
３．Hypotheses
 Building on previous research, hypotheses on the relationship between 
expatriate?s characteristics, assignment requirements, and expatriate job 
performance are formulated and consequently tested in the following sections. 
３．１　Previous Overseas Assignments 
 Those individuals who have been working overseas are expected to have 
familiarity with difficulties of working in a different cultural context ?Selmer, 
????? and realistic expectations from the host-country ?Black et al., ?????, 
both of which can ease their adjustment to that country. Past research suggests 
that previous overseas assignments positively influence various modes of 
adjustment ?Bhaskar-Shrinivas et al., ????; Black et al., ????; Shaffer et al., 
????? and job performance ?Holopainen and Bjorkman, ?????. Nevertheless, 
there is also research evidence that indicates the contrary. Nicholson and 
Imaizumi ?????? found that previous overseas experiences failed to predict 
adjustment. Similarly, Mol et al.?s ?????? meta-analytical results showed 
that previous overseas experience was not significantly related to expatriate job 
performance. Despite the inconsistency of the research evidence, the author 
predicted: 
 Hypothesis ? . Previous overseas assignments have a positive relationship with 
individual job performance. 
３．２　Local and English Language Proficiency 
 Ability to communicate with host country nationals is considered a 
crucial factor to job performance ?Oddou and Mendenhall, ?????. Language 
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proficiency enables the expatriates to communicate with host nationals, 
understand the dynamics of the host country, and learn work-related and 
interpersonal communication norms, which in turn has a direct effect on their 
adjustment ?Shaffer et al., ????; Takeuchi et al., ?????. While English has 
become a global language and is widely used in the work place, knowledge 
of the local language is considered an advantage in enhancing business 
relationships ?Briscoe and Schuler, ?????. Supporting this argument, Mol 
et al.?s ?????? meta-analytical results found that local language ability is 
significantly related to expatriate job performance. In line with such positive 
views on the knowledge of local and English language, the author predicted: 
 Hypothesis ?a. Host country language proficiency has a positive relationship 
with individual job performance. 
 Hypothesis ?b. English language proficiency has a positive relationship with 
individual job performance. 
３．３　Pre-departure Willingness to Work in the Country of Assignment
 Pre-departure willingness to work in a particular location may suggest 
that the expatriate has knowledge of the host country culture, an important 
factor to enhance adjustment ?Takeuchi et al., ????; Tung, ?????. Black 
?????? found that the degree of intercultural adjustment, which refers to 
psychological comfort with various aspects of the host country, is positively 
influenced by the motivation to go abroad. Similarly, Nicholson and Imaizumi 
?????? found that pre-departure positive feelings is a predictor of general 
adjustment to the host country, which has been linked to improved expatriate 
performance. In addition, self-selection is recommended as very effective when 
selecting candidates for overseas assignments ?Caligiuri et al., ?????. Based on 
these considerations, the author predicted: 
 Hypothesis ? . Pre-departure willingness to work in the country of assignment 
has a positive relationship with subsequent individual job performance.
３．４　Family Situation 
 An international assignment may create a large number of problems 
for family members whether they follow the expatriate overseas or stay in the 
home-country. Past research has mainly focused on the relocation impact of the 
former category. Reestablishment of the social network, education of children, 
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and the career of the accompanying spouse in the case of dual-career couples 
are some of the most frequent problems encountered by expatriate?s family 
members ?Black et al. ????; Fukuda and Chu, ?????. Spouse and family 
adjustment has been tested to be positively related to expatriate adjustment and 
general well being ?Arthur and Bennett, ????; Black et al., ????; Shaffer et al., 
?????, and spouses? inability to adjust to the new environment is identified as 
one of the most mentioned reasons for the failure of the assignment ?Black and 
Stephens, ????; Tung, ?????. Similarly, Fukuda and Chu ?????? found that 
the inability of the family to adapt to the foreign environment and the resulting 
pressure imposed upon the expatriate him/herself is the most important factor 
for the failure of Japanese expatriates in Hong Kong and Taiwan. Nicholson 
and Imaizumi ?????? found that living with one?s family is an important 
predictor of general adjustment of Japanese expatriates in U.K., but it does 
not predict work and interaction adjustment. In Japan, the relocation decision 
is made by men and the effect of the assignment on their family members is 
not considered relevant ?Black et al., ????; Fukuda and Chu, ?????. As a 
consequence, spouses are never interviewed and are seldomly part of the pre-
departure training, which in turn, as argued by Black and Stephens ??????, 
negatively affects the subsequent adjustment of the whole family. With regard 
to the category of families which stay in the home-country, mainly because of 
education problems, most mothers choose to stay in, or return to Japan with 
their children. Fukuda and Chu ?????? argue that physical separation creates 
stress and may lead to family breakup. To find out whether expatriates of this 
category would perform better or worse than their counterparts, the author has 
formulated the following hypothesis: 
 Hypothesis ? . Expatriates who relocate overseas with their family perform 
inferiorly to those who are married but relocate overseas alone. 
３．５　Positional Characteristics 
 Over half a century ago Katz ?????? argued that technical, human, and 
conceptual skills required for a good administrator differ at various levels of 
organizational hierarchy. For example, human skill is more important at lower 
levels of hierarchy, where the number and frequency of contacts between the 
manager and subordinates is higher compared to upper levels of hierarchy. The 
contingency framework of Tung ?????? suggests that these implications can 
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be extended to the job performance of oversees assignees. With this said, the 
middle management level expatriate managers may be expected to have more 
frequent and intensive communication with local staff compared to the top 
management level expatriates. Therefore, the ability to verbally communicate 
with subordinates and understand them by their actions may anticipate work 
and interaction adjustment, and as consequence job performance to a larger 
extent. Local/English language proficiency or previous overseas experiences 
may facilitate the above process. Supporting this argument, Shaffer et al. 
?????? found that managerial rank moderated the effect of several predictors 
of adjustment ?e.g., role discretion, previous overseas assignments?. From 
a practical point of view, considering that managerial level is an important 
selection criterion ?Black, Gregersen, and Mendenhall, ?????, it is useful to 
examine the relationship between the above-proposed individual and non-work 
related differences with job performance of top management level and middle 
management level expatriates. As above, the author predicted: 
 Hypothesis ? . The relative importance of individual and non-work related 
differences on individual job performance vary depending on the expatriate?s 
managerial rank. 
３．６　Type of Assignment 
 The main reasons why companies use expatriates are: to fill positions, 
to coordinate and control, and to ensure management development ?Edstrom 
and Galbraith, ????; Harzing, ?????. Another distinctive classification is the 
one proposed by Pucik ?????? who made the distinction between demand-
driven and learning-driven reasons for assignment. Based on the degree of 
control required by the assignee Harzing ?????? suggested three categories: 
bears ?direct personal control?, bumble bees ?control through socialization 
and shared values?, and spiders ?control through informal communication?. 
Caligiuri ?????? defined four groups of assignments: technical, functional/
tactical, developmental/high potential, and strategic/executive. The above-
proposed classifications suggest that roles for each expatriate assignment are 
different. For example, for learning-driven type of assignments the expected 
outcome is development of global competency ?Caligiuri, ????; Pucik, ?????. 
Therefore, assignee?s relational skills, language proficiency, willingness to work 
overseas, rather than technical competence, may be positive predictors of the 
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desired outcome from the assignment. Based on these considerations, the 
author predicted: 
 Hypothesis ? . The relative importance of individual and non-work related 
differences on individual job performance vary depending on the expatriate?s type of 
assignment. 
 Figure ? provides the framework for all the hypothesized relationships. 
４．The Research Study 
４．１　The Sample 
 This study focused on Japanese expatriate managers working in Chinese 
subsidiaries of Japanese MNCs. The reason for this choice is that a large 
amount of Japanese investment is directed to China, and as a consequence, 
a large number of Japanese expatriates are located in this country. According 
to the Japanese Ministry of Foreign Affairs? MOFA? Annual Report of 
Statistics on Japanese Nationals Overseas, for FY ????, ??, ??? nationals, 
who constitute nearly half ???%? of the number of Japanese nationals working 
in Asia, were reported to be working in China. Questionnaire respondents 
comprised of ??? expatriate managers working at ?? Japanese subsidiaries in 
mainland China. Average time lapsed for the respondents? current assignment 
at the time they responded to the survey was ??.? months ?range: one to ??? 
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Figure ??Study model
320
Pranvera ZHAKA? Selecting Japanese Managers for Expatriate Assignments in China: The Relative 
Importance of Individual and Non-Work Related Differences to Assignment Success
Table ??Sample Characteristics
Questionnaire items % 
Gender 
Male ??
Female ?
Age group 
Under ?? ??
??-?? ??
??-?? ??
??-?? ??
Over ?? ??
Local language proficiency 
Can?t speak ??
Can speak a little ??
Daily life conversation ??
Can speak ?
Fluent ?
English language proficiency 
Can?t speak ??
Can speak a little ??
Daily life conversation ??
Can speak ??
Fluent ?
Subsidiary size 
Less than ??? employees ??
???-??? ??
????-???? ??
???? and more ??
Subsidiary development stage 
Start-up ?
Business enlargement ??
Stable operation ??
Reduction/withdraw period ?
Subsidiary capital structure 
???% Japanese ??
Joint venture with majority Japanese ??
Other ?
Questionnaire items % 
Family status 
Single ??
Moved to overseas without family ??
Moved to overseas with wife ??
Moved to overseas with wife and 
children 
??
Others ?
Previous overseas assignments 
No ??
Yes ??
Willingness to work in the country of 
assign. 
Didn?t want at all ?
Didn?t want ?
Fair ??
Wanted ??
Strongly wanted ??
Hierarchical level 
Top management ??
Senior Management ??
Middle Management ??
Advisor ?
Industry 
Manufacturing ??
IT ?
Wholesale/Retail ?
Service ?
Other ??
Department 
Sales ??
Engineering ??
Production ??
R&D ?
HRM ?
Others ??
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months?. Sample characteristics are shown in Table ?. 
４．２　Procedures
 Data was collected via survey administered as part of the research 
program ?Development of Overseas Executives? implemented by Waseda 
University Consortium. The survey was conducted during the period February-
May ????. Japanese expatriates completed a questionnaire distributed by 
local human resources ?HR? department staff in booklet form or by email 
attachment. Questionnaires were either collected by local HR staff and returned 
by post, or they were emailed by respondents directly to the Waseda program 
office. It is to be noted that the data used for the present study comprise one 
part of the complete data set which was created with the aim to understand 
Japanese expatriate effectiveness in Asia. In total, four hundred twenty ????? 
questionnaires were collected, yielding a response rate of ?? percent. Out of the 
questionnaires returned ?? were considered incomplete and ??? samples were 
analyzed. 
４．３　Measures 
 Participants in this study were asked to fill out a questionnaire survey. 
The areas of inquiry included items on overseas assignment competencies, 
individual job performance, managerial rank, type of assignment, and 
demographic information about the respondents and the company. 
４．３．１　Dependent variable
 Self-rated Individual Job Performance ?IJP?: Individual job performance 
was measured using ? question items adopted by the Japan Institute for Labor 
Policy and Training ?JILPT?. Using a five-point Likert-type scale ranging 
from ???much lower? to ???much higher?, respondents were asked to 
compare their own performance on the current assignment with that of their 
predecessor, with other Japanese colleagues working both locally and in Japan, 
and also with local managers. An additional comparison was made with his/
her own performance immediately before their current assignment. Assignees 
could also choose the option of scale ???nobody to compare with?, when 
there was no predecessor. Initially, it was intended to operate with a ?-items 
scale. However, during the data analysis it was observed that the number of 
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respondents who chose ?nobody to compare with? was very high for some of 
the items. In order to increase the number of valid cases for the subject of the 
analysis, in the end, only ? items were operationalized. The reliability of the 
individual job performance scale was Cronbach?s alpha??.??. 
４．３．２　Independent variables 
 Previous overseas assignments was operationalized as a dummy variable, 
where the variable had a value of ??? if the expatriate had previous overseas 
assignments experience. Language proficiency was measured by asking the 
respondents to rate their English and local language proficiency on a five-
point, Likert-type scale ranging from ???can?t speak? to ???fluent?. Pre-
departure willingness to work in the country of assignment was measured by asking 
the respondents to report the degree of their willingness to work in the current 
location prior to their departure in a scale ranging from ???didn?t want at 
all? to ???strongly wanted?. Family situation was operationalized as a dummy 
variable. The category of ?relocating to overseas with family? was used as 
a base category and coded with ???. The other category was ?relocating to 
overseas alone?. 
４．３．３　Moderating variables
 Positional Characteristics: Respondents were asked to choose their 
managerial rank from a list of eight different ranks: chairman of the board, 
chief or vice chief executive officer and president or vice president, head of 
operations, executive staff or director, department manager, section manager, 
team leader, and coordinator or consultant. The first four positions were 
classified as top management, and the others as middle management rank. Type 
of assignment: Respondents were asked to specify the main reason for their 
assignment as given to them by their company prior to the departure overseas. 
Respondents could choose from a list of ?? possible assignments. If one of the 
responses was ?self experience/study? he/she was classified under the category 
of ?learning-driven type of assignment?. Otherwise, he/she was classified under 
the category of ?demand-driven type of assignment?.
４．３．４　Control variables 
 Control variables included the age of expatriate and his/her tenure in 
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current assignment. Age categories were coded as dummy variables, and the 
base category was ??-?? years old. The four other categories were: under ?? 
years old, ??-?? years old, ??-?? years old and over ?? years old. Tenure in 
current assignment was measured in months.
４．４　Statistical Analysis 
 To test Hypotheses ?, ?a, ?b, ?, and ? hierarchical regression analyses was 
conducted. First control variables of age and tenure in the current assignment 
were entered. Then, previous overseas assignments, local and English language 
proficiency, pre-departure willingness to work in the country of assignment, 
and family situation variables were added. To test Hypothesis ?, whether the 
influence of the above-proposed antecedents of expatriate success differ across 
the two levels of managerial rank, moderated hierarchical regression analysis 
was conducted. First, control variables were entered. Next, previous overseas 
assignments, local and English language proficiency, pre-departure willingness 
to work in the country of assignment, family situation, and managerial rank 
variables were added. Then, the interaction terms between managerial rank and 
each of the antecedents of expatriate success were added. To test Hypothesis ?, 
whether the influence of the above-proposed antecedents of expatriate success 
differs across the two types of assignment, the same moderated hierarchical 
regression analysis was separately repeated for the type of assignment. The 
dependent variable in each regression analysis was individual job performance. 
To examine the effect of family situation, ?? single respondents were left out of 
the analysis. In addition, since ?? cases out of ??? contained missing values on 
individual job performance, the regression analysis was performed for n???? 
cases. 
５．Results 
 Basic statistics for all the variables used in the analysis are shown in 
Table ?, along with the correlation matrix. The only expatriate characteristic 
not significantly related to IJP was family situation. Of the control variables, 
only tenure in current assignment correlated significantly with IJP. The 
results of the hierarchical regression analysis for testing hypothesis ?, ?a, ?b, 
?, and ? are shown in Table ?. Previous overseas assignments showed a positive 
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significant relationship with IJP ?p? .???. Hypothesis ? was therefore 
supported. Local and English language proficiency showed both a positive 
but not significant relationship with IJP ?p? .??. Therefore Hypothesis ?a 
and ?b was not supported. Pre-departure willingness to work in the country of 
assignment showed a positive significant relationship with IJP ?p? .??, and 
thus supporting Hypothesis ?. On the other hand, family situation showed a 
non-significant relationship with IJP ?p? .??. Hence, Hypothesis ? was not 
supported. With regard to the control variables, tenure in current assignment 
showed a positive significant relationship with IJP p? .???. The results of the 
moderated hierarchical regression analysis for testing Hypothesis ? and ? are 
shown in Table ?. While managerial rank showed a direct positive relationship 
with expatriate?s job performance ?p? .???, the non-significant interaction 
terms between rank and antecedent variables indicate that managerial rank does 
not moderate the relationship of individual and non-work related differences 
with expatriate?s job performance. Similarly, the non-significant interaction 
terms between type of assignment and antecedent variables indicate that type 
of assignment does not moderate the relationship between individual and non-
work related differences with expatriate?s job performance. This suggests that 
Table ??Hierarchical Regression Analyses for Individual Job Performance
Hypothesis ?, ?a, ?b, ?, and ?
Variables B SE B beta
Under ?? ?.?? ?.?? ?.??
??-?? ?.?? ?.?? ?.??
??-?? ?.?? ?.?? ?.??
Over ?? ?.?? ?.?? ?.??
Tenure in current assignment ?.?? ?.?? ?.??** 
Previous overseas assignments ?.?? ?.?? ?.??* 
Local language fluency ?.?? ?.?? ?.??
English language fluency ?.?? ?.?? ?.??
Willingness to work in current loc. ?.?? ?.?? ?.??? 
Relocate without family ?.?? ?.?? ??.??
N ???
∆R? ?.??
Overall Adjusted R? ?.??
Overall F ?.??** 
?Notes: **p? .??, *p? .??, ? p? .?
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Table ??Moderated Hierarchical Regression Analyses for Individual Job Performance
Hypothesis ? Hypothesis ?
Variables Beta Beta 
Step ?: Control variables 
Under ?? ?.?? ?.??
??-?? ?.?? ?.??
??-?? ??.?? ?.??
Over ?? ?.?? ?.??
Tenure in current assignment ?.??** ?.??** 
∆R? ?.?? ?.??
Step ?: Main eect 
Previous overseas assignments ?.?? ?.??* 
Local language prociency ?.?? ?.??
English language prociency ?.?? ?.??
Willingness to work in current location ?.??? ?.??
Relocate without family ?.?? ??.??
Managerial rank ?.??? n.a. 
Type of assignment n.a. ??.??
∆R? ?.?? ?.??
Step ?: Interaction eect 
Rank x Previous overseas assignments ?.?? n.a. 
Rank x Local language prociency ?.?? n.a. 
Rank x English language prociency ??.?? n.a. 
Rank x Willingness to work in current location ??.?? n.a. 
Rank x Relocate without family ??.?? n.a. 
Type of assignment x Previous overseas assignments n.a. ??.??
Type of assignment x Local language prociency n.a. ?.??
Type of assignment x English language prociency n.a. ??.??
Type of assignment x Willingness to work in current location n.a. ?.??
Type of assignment x Relocate without family n.a. ?.??
N ??? ???
∆R? ?.?? ?.??
Overall Adjusted R? ?.?? ?.??
Overall F ?.??** ?.??** 
?Notes:  **p? .??, *p? .??, ? p? .?
327
Waseda Global Forum No. ?, ????, ???????
previous overseas assignments and pre-departure willingness to work in the 
country of assignment are important factors in predicting expatriate success 
regardless whether the expatriate holds a top management position or middle 
management position, or whether the reason for the overseas assignment 
is demand-driven or learning-driven. Hence, Hypothesis ? and ? were not 
supported.
６．Discussion 
 Overall, the results offer partial support for the hypothesized influence 
of individual and non-work related differences relevant to expatriates? selection 
process. Further, the results indicate the importance of having previous 
overseas assignments experience on expatriates? job performance. However, 
considering the conflicting findings of past research, it is overly simplistic to 
suggest merely that previous overseas work experience is positively related with 
job performance. For instance, experience in the same host country may have 
a more significant effect on interaction adjustment by enabling the expatriates 
to have a more realistic view about work and interaction with local people 
?Takeuchi, Tusluk, Yun, and Lepak, ?????. Furthermore, Nicholson and 
Imaizumi ?????? argue that it is not the quantity of time in a foreign country 
per se, but perhaps the quality of the expatriate experience that deserves more 
attention. Thus, these other aspects of previous overseas assignments should 
be taken into account as well, when exploring its effect on expatriate?s job 
performance. 
 The findings indicate that while local language proficiency has a positive 
relationship with an expatriate?s job performance, the relationship is not 
significant. This result is inconsistent with the meta-analytical results of Mol 
et al. ?????? in which local language proficiency was related to an expatriate?s 
job performance. One broad explanation for this inconsistency might be 
that English is a working language in a large part of MNCs, as well as being 
widely spoken among locals. This makes it possible that both expatriates and 
host country nationals communicate in English in the work place, resulting 
in the lack of relation between local language proficiency and expatriate?s 
job performance. While this may be the case with many ASEAN countries, 
the same does not hold true in China. To support this argument, the results 
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indicate that the relationship of English language fluency with expatriate?s job 
performance is not significant. One explanation for the above results might be 
the fact that rather than being proficient in a foreign language, it is learning 
how to use that language that is the most important ?Nicholson and Imaizumi, 
?????. The evaluation of cultural fit between China and Japan using Hofstede?s 
?????? framework suggests that Japanese and Chinese have different attitudes 
toward work and different perceptions about their role and responsibility in the 
company. Japanese expatriates proficient in Chinese, but unable to understand 
the socio-cultural context of China are at risk of being misunderstood. Another 
explanation for the above results might be the existence of a pool of Chinese 
employees who have experience of studying/living in Japan. Japanese companies 
might overcome the issue of poor local/English language proficiency by hiring 
more Chinese employees who speak Japanese, resulting in the lack of relation 
between local/English language proficiency with expatriates? job performance. 
 The results indicate that willingness to work in the country of assignment 
has a positive influence on expatriate performance. Having genuine interest 
in a particular country may suggest that the expatriate already possesses some 
information about the local culture, and that he/she is more curious about, and 
interested in, communicating and interacting with local people, both of which 
may facilitate the expatriate?s general adjustment. 
 With regard to family situation, the results indicate that relocating 
overseas accompanied by family members does not predict inferior job 
performance when compared with those relocating alone. As argued earlier 
in ?.?, Japanese companies largely disregard the role of the spouse and the 
potential influence of the family members on the decision-making process on, 
and the subsequent success of, the overseas assignments. The roles relative to 
work and family are clearly delineated according to gender: The man works 
and makes money, while the wife stays at home and takes care of the children. 
Therefore, a spouse?s willingness to relocate and her career issues are less 
problematic compared to the U.S. and European companies. An alternative 
explanation for the present findings on family situation could be made with 
regard to the close geographical distance between Japan and China. Relocating 
to a country relatively close to Japan can make it possible for the expatriate?s 
family members to go back and forth between Japan and China, while 
simultaneously enabling parents and relatives to visit them in the host country. 
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While the cultural context and socio-economic circumstances in Japan are 
different from China, some elements of Japanese culture and Japanese food are 
very popular in this region, which may moderate the general adjustment of the 
expatriates? family members in the host country. 
 Findings from analyzing the moderating role of managerial rank and type 
of assignment do not provide support for the contingency approach to selection 
of expatriates developed by Tung ?????, ?????. These findings indicate that 
previous overseas assignments and pre-departure willingness to work in the 
country of assignment are important predictors of Japanese expatriate? job 
performance for both top level and middle level managers, and both demand-
driven and learning-driven type of assignments. 
 This study has some limitations, and as such, findings must be 
considered with caution. The fact that self-rated performance was used 
presents the problem of single source bias. While generating expatriate 
performance measures from multiple sources may minimize this problem, 
in practice, this is not an easy task. Many expatriates either have multiple 
supervisors or have no supervisor at the local subsidiary that they are assigned 
with. Very often expatriate performance is measured by a manager in Japan, or 
in some cases, the expatriates do not even know which manager will appraise 
their performance. To reduce bias, following Latham and Wexley?s ?????? 
recommendation, respondents in this study were asked to rate themselves 
relative to other reference groups. Doing so was to retain some objectivity. 
To provide additional support to this strategy, a recent meta-analytical 
study by Mol et al. ?????? also showed that ?expatriates are not prone to a 
defensiveness that would lead them to inflate their self-performance? p. ????. 
Another limitation is that only a limited number of personal and non-work 
antecedents of assignment success were examined and controlled in the present 
study. Nevertheless, including more variables was beyond the scope of this 
study, and the limitations just mentioned provide directions for future research. 
７．Implications 
 By investigating Japanese expatriate managers in China, this study extends 
existing research and provides complementary and empirical evidence for the 
relationship between expatriates? individual and non-work related differences 
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deemed relevant to selection process and expatriates? job performance. The 
results indicate that some relationships suggested by existing expatriate 
management literature are also applicable to Japanese expatriates based in China, 
while others are not. This provides encouragement for Japanese MNCs to be 
more confident in making their decisions based on empirical findings using 
Japanese data rather than on generalized results of research conducted in other 
countries when selecting expatriates. 
 Antecedents of overseas assignment success included in this study are 
all in part within the control of the company through the selection process. 
Therefore, the findings provide direct practical implications on the selection 
criteria and tools that Japanese MNC have to apply in order to increase the 
success of their expatriates in China. First of all, when Japanese companies 
select expatriates, local/English language proficiency should not necessarily be 
the most important criteria based on which potential assignees are screened. 
Language competency is reported to be an important criterion for selection of 
expatriates in Japanese MNCs ?Black et al., ?????. However, communication 
problems between Japanese managers and local staff have still been indicated as 
the most serious management issue in Japanese subsidiaries in Asia ?Shiraki, 
?????. Possessing adequate local/English language proficiency may help 
expatriates to adjust and perform better as this enables them to interact and 
gather more information from local people. However, this may hold true only 
via the understanding of the host country?s socio-cultural context. Considering 
the importance of effective communication in the work place, it may be 
suggested that Japanese companies employ country-specific cultural and 
sensitivity pre-departure trainings to a larger extent. 
 The expatriate?s motivation for seeking and accepting the overseas 
assignment is another important factor to consider in the selection process. 
Willingness to work in a specific location is not equivalent with willingness 
to work in every location. Follow-up interviews with some of the expatriates 
who participated in this research revealed that minimum requirement to be up 
for the selection of Japanese expatriates is as vague as ?having interest to work 
overseas?, without any concrete idea as to where they want to go and work 
or why they want to go overseas. Considering the above, it may be suggested 
that Japanese organizations need to pay careful attention to the nature of pre-
departure willingness, and use it appropriately as a screening criterion. In 
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addition, the current practice of preferring employees with previous overseas 
assignments needs careful scrutiny. In order to reduce the risk of failure, 
organizations tend to prefer employees with previous overseas assignments. 
While the results of this study suggest that the previous overseas assignments 
may predict better job performance, existing research indicates that the quality 
of the overseas experiences or previous experiences in the country of assignment 
should be prioritized rather than the frequency and length of the overseas 
assignments. Accordingly, organizations should keep track of expatriates? 
overall overseas experience, and use this information during the screening of 
candidates for the consecutive overseas assignments. 
 The fact that findings from analyzing the moderating role of managerial 
rank and type of assignment do not provide support for the contingency 
approach to selection of expatriates developed by Tung ?????, ????? brings up 
the question of the relevance of research based on U.S. and North or Western 
European samples for the East Asia context and specifically for Japanese 
managers working on expatriate assignments in China. 
８．Conclusion 
 The purpose of this study was to examine a number of individual 
and non-work related differences relevant to Japanese expatriate managers? 
selection process and offer empirical evidence for their relevance in predicting 
expatriates? job performance. The results suggest that a successful Japanese 
expatriate manager in China must have a genuine interest for leaving and 
working in the country of assignment. A previous overseas assignment is 
another factor that may contribute to superior performance upon assigned 
overseas. In contrast, local/English language proficiency and family situation 
are not predictors of expatriate success. The results provide empirical support 
for Japanese MNCs in regard to what selection criteria and tools they have to 
apply in order to increase the success rate of their expatriates in China. The 
results also suggest that a strategic approach to expatriate selection is imperative 
to meet the strategic objectives of the MNCs. Nevertheless, future studies 
that include larger samples in other regions need to be conducted in order to 
replicate and expand upon the present findings. 
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